divides organisation conflict into task conflict and relationship conflict to grasp the degree and structure of organisation conflict, which can provide effective decision-making basis for dealing with conflict. The authors establish measurement model of organisation conflict, give the weight with the methods of distinguishing individual advantage characteristic and use intergroup conflict scale to measure conflict situation. According to the measurement results, there are three subsequent applications: analysing the conflict intensity, analysing the conflict types and finding the common features of high conflict members. The authors choose market service department and property management department of a company in Shenyang. In those departments, the authors apply the proposed method to analyse the organisation conflict and find out the causes for conflict of high conflict group members.
Introduction
In the process of the development of the organisation, the conflict is inevitable because of the difference, complexity and relevance. The early studies focus on the cause and resolution of organisation conflict (Schmidt and Kochan, 1972; Brett, 1984) . The later studies have found that organisation conflict may be advantageous in some situations (Tjosvold, 1991; Dreu and Vliert, 1994) . Thomas (1992) proposes five ways including competing, collaborating, avoiding, accommodating and compromising from two dimensions of cooperation and self affirmation to deal with organisation conflict. Which way is more effective depends on specific situations (Brown, 1992) . Furthermore, because influence of the organisation conflict is high embedded in the culture (Alkaya and Şevket, 2014) , the research for organisation conflict must be local. Chinese scholars are trying to apply the classic theory of organisation combined with Chinese culture and organisational characteristics, and structure localisation study framework (Xu et al., 2013; Zhang et al., 2014; Xu et al., 2015; Xu and Liu, 2016) . They have already made a lot of achievements (Zhang et al., 2012; Lu et al., 2009 ).
How to manage organisation conflict is decided by many factors, among which the intensity and type of organisation conflict are the key variables. This paper claims:
1 If the degree of conflict is low, the managers will not interfere because there is inevitable heterogeneity of the organisation members.
2 If the conflict is at a high level, conflict shall be dealt with immediately.
3 If the conflict degree is medium, it will be vital to identify the structure of organisational conflict because a different structure may bring different influence.
Index system of measuring organisation conflict
Jehn (1995) divides organisation conflict into task conflict and relationship conflict. Task conflict refers to different views, ideas or suggestions of the team members generated by decision content, which belongs to the cognitive aspects of conflict; relationship conflict refers to tension, anger, hostility and other negative emotions of the team members because relationships are not incompatible, which belongs to the interpersonal aspect of conflict. In this paper, the conflict of organisation is measured by Jehn's intragroup conflict scale (ICS), which has a better performance in the study of the Chinese context (Tjosvold et al., 2006) . This study takes the eight problems as the measuring index, which is showed in Table 1 . Table 1 Index system of measuring organisational conflict
First-class index Second-class index Symbol
Team members often hold different views on the work carried out.
C1
There are often conflicts on the views in our team. C2
Team members often conflict with my work. C3
Task conflict
There are serious differences of opinion between the team members.
C4
There is a lot of friction between team members. C5
The personality conflict between team members is obvious. C6
The relationship between team members is very tight. C7
Conflict degree

Relationship conflict
There are frequent emotional conflicts among team members. C8
The degree of organisation conflict is measured in accordance with the 5-point Likert scale, 'strongly agree' and 'agree', 'not necessarily' and 'disagree' and 'strongly disagree' five answers, respectively 5, 4, 3, 2, 1.
Measuring model of organisation conflict
The number of index is q, The number of organisation members surveyed is p. Survey result matrix is 
This study describes result of organisation conflict of k th member with equation (1).
( )
(1)
Determination of weight structure
Every member has his/her perceived structure about characteristics of conflict in fact. For example, A thinks team members often hold different views on the work carried out that interferes with him frequently, but the other aspects of the conflict are not obvious. So he wants the managers do something to solve problem which he facing firstly. But B thinks the personality conflict between team members is obvious which makes him distracted primarily. So he wants the managers to solve that problem. Two members are likely to be one-sided, but from an organisational perspective, facing individual perception of conflict is significant to accurately grasp and respond to organisation conflict. Actually, due to the limitation in law exploration and the differences of subject nature, what the people get about the law is inevitably limited and one-sided. If there is a way to grasp the law by integrating individual point, it will greatly enrich and improve the understanding of the law.
To mine the individual views, from the point of measurement of organisation conflict, is equivalent to highlight the individual views at the weight structure. Zhao et al. (2006) has put forward the objective identification method based on target definition, which can effectively mine the characteristics of individual opinions.
According to the information of organisational members, based on equation (1), this paper proposes:
1 When the perception of organisation conflict has reached the sharpest level 5, the optimal solution is special. The weight of the index whose corresponding data reach level 5 is equal to 1, and the weight of the index whose corresponding data do not reach level 5 is equal to 0.
2 When the perception of organisation conflict has not reached the sharpest level 5, the optimal solution is: 
The organisation conflict calculated by the equation (2) and equation (3) is theoretically the fiercest result, which is often greater than the actual situation. However, concern about the fiercest result can prevent trouble before it happens and can improve the ability to deal with conflict.
By the equation (2) and equation (3), the weight structure is concerned about the views of each member thoroughly and which is called a value parameter (Zhao et al., 2010) . 
For organisation evaluation, it should take into account the views of the individual but also to coordinate the overall situation, so the weight structure of conflict in organisation level is:
w * is called democratic weight structure. So the result of organisation conflict of k th member is:
w * ensures the consistency in organisation level, furthermore, this paper proves that w * also takes into account the expression of personal opinion. If M think conflict more intense compared with N (measured by the personality weight structure), w * ensures the measuring result of M is greater than that of N (measured by the democratic weight structure).
then there must exist j, and y mj > y nj In order not to lose generality, let y ml > y nl' The first indicator is certainly not one-point distribution. Let 1 max ,
According to the equation (2) 0. w > Then it can be derived that *2
It can be proved that democratic weight structure can guarantee the differences in perception of conflict between the typical members.
Mining structure of organisation conflict
Mining structure of organisation conflict is:
1 Which one is primary? The task conflict or the relationship conflict.
2 What are the common features of members in the high degree of conflict compared with the members in the low degree of conflict?
The relative situation of task conflict and relationship conflict in the specific stage is an important basis for the managers to choose the way for conflict management. Studies have indicated that the task conflict and the relationship conflict are related to each other and may be transformed into the other (Soofi, 1990) , and the relative situation of task conflict and relationship conflict will affect the performance of organisation (Jehn and Chatman, 2000) . So study of the common features of members with the high degree of conflict will help to find the causes of conflict, improve management activities, especially the human resources management. In this paper, cluster analysis is used to explore the conflict structure of organisations. As a common method of data mining, cluster analysis does not rely on prior knowledge of classification to achieve unsupervised classification, which has been widely used in social science research. This paper first gets the weight of each index based on the method of recognising individual advantage characteristic, calculates the degree of organisation conflict, and then uses cluster analysis to find the common features of high conflict members. The concrete steps are as follows:
1 The level of conflict of the relationship conflict and the task conflict is calculated respectively, and the mean is calculated. Taking into account the possibility of tilt (asymmetric) data, the median is proposed to be calculated too. By the mean and median comparison between two kinds of conflicts, the structure relation of the two kinds of conflicts is judged.
is the result of relationship conflict of the member
, , the result of task conflict of the member
2 Measuring the results of all members by cluster analysis, which can get the high conflict group and the low conflict group. Then to find the common characteristics of each group and identify what characteristics have a strong correlation with the conflict. Further, to analyse the mechanism how the identified characteristics impact the conflict.
Example
The company was established in June 2006, whose predecessor was an enterprise of the department of the Shenyang government. It went through the stage called 'separation of business and government', asset restructuring and other reforms. Now it has registered capital of 50,000 yuan and the total assets of nearly 300,000 yuan. It operates in the field including market development, market management, market services, market facilities leasing and property management services. In 2015, the company gained revenue of 22,140,000 yuan. In recent years, the company has faced growing competitive pressures and is restricted by inherent mechanism of local state-owned enterprises at the same time. It experienced the consecutive losses in recent four years and therefore staff morale is low. This paper chooses the market service sector department (M department) and the property management department (P department) for research. M department has 26 employees and P department has 20 employees. The effective questionnaires are 24 and 20 respectively. The original data is shown in Table 2 and Table 3 . The data of the two departments is brought into the equation (2) and equation (3) and value parameters of two departments are shown in Table 4 and Table 5 are gotten. Putting data in Table 4 into equation (4), we can get the democratic weight structure of M department. Table 5 into equation (4), we can get the democratic weight structure of P department. Putting the democratic weight structure of two departments, data in Table 2 and Table 3 into equation (1), we can get conflict results that are shown in Table 6 and Table 7 .
In order to compare the level of organisation conflict between M department and P department, the mean and the median of the two departments can be analysed. The mean ratio of M department and P department is 1.4896:1, the median ratio of M department and P department is 1.6235:1, it can be clearly drawn that the conflict in M department conflict is more intense. Analysis of the structure of the conflict in two departments can find the characteristics of internal conflict. This paper calculates the mean and the median of two kinds of conflicts in each department that are shown in Table 6 . In the M department, mean ratio of task conflict and relationship conflict is 0.3482:1, the median ratio of task conflict and relationship conflict is 0.3201:1. In the P department, the ratio of task conflict and relationship conflict is 1.0669:1, the median ratio of task conflict and relationship conflict is 1.2266:1. For this analysis, it can be judged that the relationship conflict is more intense and significantly higher than the task conflict in M department, and task conflict is slightly higher than relationship conflict in P department. This paper analyses the characteristics of the high conflict members in M department, the data of summation in Table 6 is analysed by cluster analysis, and the results are shown in Figure 1 . Members whose labels are 2 and 6 are called the super high conflict group and those labelled 1, 10, 18, 7, 8 and 23 are called the high conflict group; the rest are called the low conflict group. According to the analysis of personnel files, it is found that ages of the super high conflict group and the high conflict group are significantly higher than age of the low conflict group (the ratio of mean age is 48.6:32.7). But there is no significant correlation between age and the level of organisation conflict (Pan, 2008) . Is the age in M department the key factor that affects the organisation conflict? The follow-up interviews find that the age is not direct cause affecting the conflict. Why high age employees show a high degree of conflict is that they all experienced a stage called 'separation of business and government'. They used to work in government departments and have relative substantial salary and benefits from the early days. Change of identity from public institutions to enterprise and income gap make them dissatisfied. In 2012, they organised petition but did not reach the expectation. Usually, they extend their discontent to interpersonal relationships, which not only affect M department, but also the other departments. The company does not have a practical program to deal with the effect of 'separation of business and government'. It is recommended that company managers develop appropriate measures for this part of members basis on 'the old man in old way'.
Summary
The study of organisational conflict is an important issue in the field of organisational management, which is related to the way and direction of the management. In this paper, we measure the degree of organisational conflict in a quantitative way and analyse the conflict structure according to the measurement results of organisational conflict. To coordinate individual differences in perception of conflict with consistency of the organisational evaluation, this paper uses the objective identification method and principle. In this paper, we investigate the conflict characteristics of a given department, and get the cause for the formation of the high conflict group and the super high conflict group. The example is given to demonstrate the feasibility of the proposed method. Further, the framework can be extended, such as the analysis of industrial level (Liu and Wang, 2017) . The culture, structure, mission, product of the organisation, all of those factors will influence the degree of tolerance for organisation conflict. It is maybe unacceptable to one organisation but a normal level to another organisation. On the basis of this study, authors will further explore the scope for establishing a dynamic model to monitor threshold of organisation conflict for a kind of organisations.
